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EQUAL  EMPLOYMENT  OPPORTUNITY  POLICY 


The  Montana  Department  of  Transportation  (MDT)  is  an  equal  opportunity  employer.  No 
person  will  be  denied  employment  or  otherwise  be  subject,  in  any  term  or  condition  of 
employment  to  discrimination  based  on  sex  (including  sexual  harassment),  race,  color, 
creed,  religion,  national  origin,  age,  disability,  marital  status  or  political  beliefs. 

MDT  will  take  affirmative  action  to  equalize  employment  opportunities  at  all  levels  of 
Agency  operations  where  there  is  evidence  there  have  been  barriers  to  employment  for 
those  groups  of  people  who  have  traditionally  been  denied  equal  employment  opportunity. 

All  MDT  employees  are  protected  from  retaliation  for  lawfully  opposing  any  discriminatory 
practice,  including  filing  an  internal  complaint,  the  filing  of  a  union  grievance,  and  the 
initiation  of  an  external  administrative  or  legal  proceeding  or  testifying  in  or  participating  in 
any  of  the  above. 


s/s:    Marvin  Dye,  Director  January  2,  1998 

Montana  Department  of  Transportation 


IV 


SEXUAL  HARASSMENT  POLICY 

It  is  the  policy  of  the  State  of  Montana  that  all  employees  have  a  right  to  work  in  an  environment  free  from  all  forms  of 
discrimination,  including  sexual  harassment. 

M  should  be  understood  that  sexual  harassment  is  against  the  law  and  the  State  of  Montana  is  committed  to  the  prevention 
of  all  fomis  of  sexual  harassment  in  the  work  place.  In  addition  the  State  of  Montana  prohibits  retaliation  against  any  employee 
because  he  or  she  has  made  a  report  of  alleged  sexual  harassment  or  against  any  employee  who  has  testified,  assisted,  or 
participated  in  any  manner  in  an  investigation  of  a  report. 

Sexual  harassment  is  generally  defined  as  unwelcome  sexual  advances,  requests  for  favors  and  other  verbal,  physical  and/or 
visual  contact  of  a  sexual  nature  when: 

•  Submission  is  made  either  explicitly  or  implicitly  a  term  or  condition  of  an  individual's  employment. 

•  Submission  or  rejection  by  an  employee  is  used  as  a  basis  for  employment  decisions  affecting  the  employee. 

•  Such  conduct  has  the  purpose  or  effect  of  unreasonably  interfering  with  an  employee's  work  performance  or 
creates  an  intimidating,  hostile  or  otherwise  offensive  work  environment. 

The  following  are  examples  of  sexual  harassment: 

•  Sexual  advances  which  are  unwanted  (this  may  include  situations  which  began  as  reciprocal  attractions,  but 
later  ceased  to  be  reciprocal). 
Sexual  gestures. 

Displaying  sexually  suggestive  objects,  pictures,  cartoons  or  posters. 

Verbal  abuse  of  a  sexual  nature,  sexually-oriented  jokes,  innuendoes  or  obscenities.  Sexually  suggestive 
letters,  notes  or  invitations. 

Reprisals  or  threats  after  a  negative  responses  to  sexual  advances. 

Employment  benefits  affected  in  exchange  for  sexual  favors  (may  include  situations  where  a  third  party  is 
treated  less  favorably  because  others  have  agreed  to  sexual  advances). 
Physical  conduct  such  as  assault,  attempted  rape,  impeding  or  blocking  movement,  or  touching. 
Women  or  men  in  nontraditional  work  environments  may  also  be  subject  to  hazing  (this  may  include  being 
dared  or  asked  to  perform  unsafe  work  practices). 

You  should  report  sexual  harassment  as  soon  as  possible  after  the  Incident  or  action  occurs.  Early  reporting  is 
encouraged,  because  management's  ability  to  investigate  and  act  on  reports  diminishes  with  time.  If  you  feel  you  are 
being  sexually  harassed,  do  not  keep  it  to  yourself,  take  the  following  steps: 

•  Inform  the  individual  that  his/her  behavior  is  unwelcome,  offensive  or  inappropriate.  Do  not  assume  or  hope 
that  the  problem  will  go  away. 

•  If  you  unable  to  confront  the  harasser  or  the  harassment  continues,  notify  your  supervisor,  the  first  level 
supervisor  who  is  not  involved  in  the  alleged  harassment,  or  your  department's  EEO  officer. 

•  Request  a  copy  of  your  department's  sexual  harassment  prevention  policy.  Reporting  procedures  are 
included  in  the  policy. 

•  Keep  notes.  Keep  a  record  of  the  dates,  times,  places,  witnesses  and  describe  each  incident.  Save  all  notes, 
correspondence  or  related  records  in  a  safe  place. 

If  you  are  considering  reporting  a  complaint,  you  can: 

1 .  Use  the  reporting  procedures  contained  in  our  department's  sexual  harassment  prevention  policy 

2.  File  a  complaint  with  the  Human  Rights  Commission.  Complaints  with  the  Human  Rights  Commission  will 
be  accepted  within  180  days  of  the  act,  or  an  extended  120  days  if  you  are  using  an  internal  complaint 
procedure. 

If  you  are  not  personally  a  victim  of  sexual  harassment,  but  observe  actions  against  other  employees  which  you  believe  to  be 
harassment,  you  are  encouraged  to  bhng  it  to  the  attention  of  your  EEO  officer. 

s/s;  Marvin  Dye,  Director  January  2,  1998 

Montana  Department  of  Transportation 


AMERICANS  WITH  DISABILITIES  ACT 

POLICY 

The  Americans  with  Disabilities  Act  of  1990,  as  amended,  prohibits  discrimination  on  the 
basis  of  disability,  and  protects  from  discrimination  in  hiring,  promotion,  discharge,  pay,  job 
training,  fringe  benefits,  and  other  aspects  of  employment.  The  law  also  requires  that 
^  covered  entities  provide  qualified  applicants  and  employees  having  disabilities  with 
^  reasonable  accommodations  that  do  not  impose  undue  hardship.  The  law  covers 
applicants  to  and  employees  of  most  private  employers,  state  and  local  governments, 
educational  institutions,  employment  agencies,  and  labor  organizations. 


s/s:    Marvin  Dye,  Director  January  2,  1998 

Montana  Department  of  Transportation 
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Part  I  -  Contract  Compliance  and  External 
EEO  Program  Information 


# 


Parti  of  the  EEO-AAP  Update  covers  the  period  from  January  1, 1997  to  December  31, 1997. 

A.   Organization,  Resources  and  Structure 

Sam  Prestipino  is  the  Civil  Rights  Bureau's  lead  Program  Officer  for  EEO  Contract  Compliance, 
Labor  Compliance  and  ADA.  Sam  shared  the  bureau's  Acting  Chief  responsibilities  with  the  Internal 
EEO  Program  Manager  from  February,  1995  to  October,  1997. 

Fran  Viereck,  Compliance  Specialist,  performs  all  bureau  EEO  contract  compliance  reviews 
statewide,  investigates  labor  complaints,  trains  federal-aid  contractors  and  referral  source  clients 
in  EEO  and  labor  issues. 


A  current  organizational  chart  is  included  in  this  document  on  page  iii. 

B.  Compliance  Procedures 

The  Compliance  Specialist  provided  labor  and  sexual  harassment  training  to  two  non-traditional 
employment  programs  for  women  (Geanng  Up,  Missoula  and  the  Career  Training  Institute,  Helena). 
This  training  occurred  in  January  and  April.  In  July  and  October,  the  Compliance  Specialist  was 
given  an  on-site  review  of  the  Gearing  Up  program.  In  October  she  was  given  an  on-site 
introduction  to  WORD'S  Connections  program  which  serves  refugees  in  the  Missoula  area. 

In  March,  the  EEO  Contract  Compliance  Program  Officer  and  the  Compliance  Specialist  trained 
federal-aid  highway  contractors  in  labor  compliance  and  EEO  contract  compliance.  Two  sessions 
each  were  conducted  in  Helena  and  in  Billings.  The  morning  sessions  focused  on  contractors  who 
are  new  to  federal-aid  work;  the  afternoon  sessions  were  for  expehenced  contractors.  A  total  of  65 
firms  were  represented  with  106  attendees. 

Afternoon  sessions  for  contractors  were  divided  into  small  groups  that  worked  on  specific  EEO 
contract  compliance  areas.  The  small  group  discussions  facilitated  improved  understanding  and 
education. 


In  the  1 997  FHWA  Form  PR-1 391 ,  the  Civil  Rights  Bureau  requested  hours  and  employee  statistics 
from  federal-aid  highway  contractors  in  Montana.  From  the  information  obtained,  our  state 
exceeded  the  required  6.9%  FHWA/EEOC  female  employment  goal  in  the  following  classifications: 
truck  drivers  -  14%  and  laborers  -  27%.  Minonty  hours  soared  in  all  of  the  four  major 
classifications:  operators  -  20%,  truck  drivers  - 15%,  laborers  - 17%,  and  carpenters  15%. 

Our  bureau's  non-traditional  training  opportunities  brochure  was  revised  by  the  Compliance 
Specialist  in  October.  The  brochure  will  continue  to  be  distnbuted  to  contractors  and  department 
personnel.  Two  complements  to  this  brochure  were  also  created;  one  covers  urban  minority 
employment  resources  and  the  other  lists  TEROs  and  equal  employment  rights  offices  on  statewide 
Indian  reservations.  The  minority  brochures  were  created  in  September  and  October  and  will  also 
be  distributed  to  contractors  and  department  personnel. 


The  Operating  Engineers  and  MCA  Training  Trust  requested  a  labor  and  EEO  presentation  in 
March,  which  was  provided  by  the  Compliance  Specialist.  Two  trainees  observed  formal  reviews 
with  the  Compliance  Specialist:  one  cross-trained  the  bureau's  Program  Assistant  and  the  other 
enhanced  the  EEO  contract  compliance  education  of  an  FHWA  division  staffer. 

A  utilization  analysis  of  two  classifications  by  MDT  district  (there  are  five  statewide)  was  completed 
in  Apnl  by  the  Compliance  Specialist  using  1990  Census  data.  The  focus  of  the  analysis  was  on 
the  counties  which  are  on  or  closest  to  Montana's  seven  Indian  reservations. 


The  Compliance  Specialist  and  the  Internal  EEO  Officer  met  with  a  referral  source,  Montana  Peaks, 
in  an  attempt  to  secure  program  transportation  for  non-traditional  training  opportunities  for  women. 

The  1997  Civil  Rights  Bureau's  incentive/disincentive  program  goals  and  accomplishments  for 
reservation  projects,  as  of  November,  are  as  follows. 

Future  reservation  projects  will  not  include  incentive/  disincentive  goals.  Note  that  on  three  of  the 
listed  projects,  contractors  did  not  meet  the  established  goals  by  classification.  Those  contractors 
were  levied  a  five  dollar  per  hour  penalty  for  every  hour  under  goal. 


Project 

Fort  Belknap 
F  1-7(9)430 

Lame  Deer-North 
STPP  39-1(22)0 

Ashland-West 
NH  37-2(12)64 

Poison-South 
(north  section) 
STPPS  354-1(4)1 

Poison-Elmo 
NH  5-2(59)67 

Poison-South 

(south  section) 
STPS  354-1(5)4 


Incentive/Disincentive  Projects 

Laborers'         Teamsters'  Operators',  Etc. 

%  Complete  Goal  Goal  Goal 


100 


100 


100 


100 


100 


100 


80%/86%* 


75%/88%* 


80%/74%* 


40%/53%* 


75%/86%*  55%/98%* 


55%/78%* 


80%/81%*  50%/55%* 


50%/47%' 


807o/83%*  50%/79%* 


30%/29%* 


35%/74%* 


35%/53%* 


50%/32%* 


50%/37%* 


50%/53%* 


•number  after  slash  denotes  percentage  actually  achieved 


C.  Accomplishments 


Contract  Compliance  Review  Activities  for 
Calendar  Year/Construction  Season  1997 

a.  Number  of  reviews  conducted  in  1997:  11 

b.  Number  of  contractors  reviews:  11 

c.  Number  of  contractors  found  in-compliance:  11 

d.  Number  of  contractors  found  in  non-compliance:  0* 

e.  Number  of  show-cause  notices  issued:  0 

f.  Number  of  show-cause  notices  rescinded:  0 

g.  Number  of  unresolved  show-cause  notices:  0 
h.  Number  of  follow-up  reviews  conducted:  1 

*3  voluntary  corrective  action  plans 


Contractor  EEO  education,  which  includes  compliance  reviews  and  the  awareness  and  use  of 
referral  sources,  is  the  most  successful  tool  in  helping  contractors  meet  and  understand  contract 
employment  requirements.  The  new  non-trad  and  minority  brochures  are  handy  pocket 
resources  for  contractors  to  use  in  minority  and  female  recruitment    Other  education  tools 
include  manuals,  videos  and  "teachable  moments"  at  pre-cons,  compliance  reviews  and 
contractor  workshops. 


2.  Contract  Sanctions 

No  EEO  Contract  Compliance  sanctions  were  taken  against  federal-aid  highway  contractors  in 
calendar  year  1997. 

3.  Complaints 

All  EEO  complaints  filed  against  federal-aid  highway  contractors  in  Montana  were  resolved  at 
the  contractor,  Human  Rights  Commission  or  EEOC  levels  in  calendar  year  1997. 

4.  Innovative  Programs  -  Action  Items  Planned  for 
Calendar  Year  1998 

In  1997,  a  unique  entry  level  bridge  construction  supervisor  trainee  position  was  created  by  the 
Fort  Peck  Reservation  and  the  Civil  Rights  Bureau  for  a  thbal  member  on  a  federal-aid  bridge 
project.   The  project's  pnme  contractor  will  carry  the  trainee  on  to  another  federal-aid  project  in 
1998  and  will  further  develop  the  trainee's  construction  supervision  skills. 


Program  Management 

The  Civil  Rights  Bureau  Chief  position  was  filled  on  a  permanent  basis  in 
October  of  this  year  by  the  Internal  EEO  Program  Officer.  The  former  long-time 
Bureau  Chief,  who  became  MDT's  Tribal  Liaison  in  February  1995  retired  in 
October.  1997. 


Contract  Compliance  Review  Activities 

The  compliance  review  goal  for  calendar  year  1998  is  twelve  (12)  formal 
reviews.  Montana's  reviews  are  always  comprehensive;  they  include  a  site  visit, 
interviews  with  every  employee  on  the  job  that  particular  day  and  a 
"commercially  useful  function"  interview  with  every  DBE  contractor  present. 


c.        Compliance  and  Enforcement  Actions 

No  changes  in  contract  sanctions  are  anticipated  in  1998 


d.        EEO  Complaints  Against  Contractors 

The  Civil  Rights  Bureau  has  a  policy  in  place  to  review  federal-aid  contractors 
with  questionable  recruitment,  hinng  or  employee  practices. 


PART  II  INTERNAL  PROGRAM 


# 


# 


A.      Program  Overview: 

1.  Overall  Status 

There  have  been  no  changes  in  the  executive  management  level  of  the  Montana  Department  of 
Transportation  (MDT)  during  this  calendar  year.  No  changes  have  occurred  in  the  organizational 
structure  and  no  major  changes  have  occurred  in  personnel  policies.  Changes  occured  in  the  Civil 
Rights  Bureau.  Vicky  A.  Koch  was  selected  to  replace  Raymond  D.  Brown  as  Bureau  Chief  Bill 
Pittenndge  replaced  Wes  Underwood  as  the  DBE  Supportive  Services  Program  Manager  In  order 
for  the  Bureau  to  operate  more  efficiently,  cross  training  was  implemented  in  complaint 
investigations  (Misty  Hammerbacl<er),  presenting  internal  EEO  training  (Fran  Viereck)  and  Title  VI 
Plan  development/compliance  (Debbie  Riemann). 

MDT  is  signatory  to  three  bargaining  agreements:  Crafts,  Montana  Public  Employees  Association 
(MPEA)  and  American  Federated  State,  County  and  Municipal  Employees  (AFSCME).  Vacant 
positions  covered  by  these  agreements  must  be  posted  internally  before  external  publication  can 
occur,  thereby  giving  current  qualified  employees  the  first  opportunity  at  positions.  Additionally, 
MDT  is  subject  to  the  Montana  Veterans'  Preference  Act,  Handicap  Preference  Act  and  Montana 
House  Bill  522  (RIF).  The  RIF  law  requires  any  qualified  state  employee  who  has  been  RIFed  to 
have  job  preference  in  other  state  agency  job  vacancies. 

2.  Progress  On  Action  Items  from  Previous  Update 

ACTION  ITEM  97-1:    Develop  a  system  for  monitohng  and  tracking  applicant  flow  for  temporary 

hires. 

Action  Taken:  More  than  75%  of  MDT's  permanent  employees  are  recruited  from  the 
temporary  ranks,  therefore,  it  was  imperative  to  have  a  statistical  data  system  which  would 
provide  accurate  applicant  flow  data  relative  to  temporary  hires.  The  Billings  Personnel 
Specialist  developed  a  written  process  which  has  been  implemented  and  appears  to  be 
providing  accurate  data. 

ACTION  ITEM  97-2:    Complete   last   phase   of  Action   Item   96-2   regarding  development  of 

maintenance  training  for  protected  group  persons. 

Action  Taken:  The  paperwork  design  has  been  completed  for  this  project.  The  pilot 
implementation  program  will  be  undertaken  in  the  Havre  and  Kalispell  area  offices. 

ACTION  ITEM  97-3:   Analyze  occupational  statistical  data  to  determine  accuracy. 

Action  Taken:  Limited  staffing  in  the  CRB  during  the  past  year,  along  with  no  long  term 
leadership  resulted  in  failure  to  complete  this  action  item.  It  is  a  chtical  issue  and  will  carry 
over  into  the  new  plan. 


Complaints 


Complainant  Gender 

Basis 

Area 

Status 

Location 

Male 

Promotion 

Sex 

No  Cause 

Internal 

Female 

Work 
Assignment 

Sex 

No  Cause 

Internal 

Male 

Work 
Assignment 

ADA 

Pending 

Internal 

Female 

Work 
Assignment 

Sex 

No  Cause 

Internal 

Internal® 
Internal 

Female 

Other* 

Sex 

No  Cause 
Pending 

Male 

Work 
Assignment 

Race 

inappropriate  language, 


refiled  at  Human  Rights  -  action  pending 


B.      Personnel  Policies  -  Practices 

1.  Applicant  Flow: 

MDT  does  not  have  a  promotion  program.  In  order  for  upgrades  to  occur,  vacant  positions  are 
posted  and  internal  employees  apply.  Analysis  of  applicant  flow  data  for  internal  positions  indicates 
that  33%  of  the  women  who  apply  for  internal  vacancies  are  hired  compared  to  23%  of  the  males. 
Thirty-three  percent  of  the  Native  Americans  and  35%  of  the  combined  minority  groups  were  hired 
compared  to  24%  of  the  non-minority  applicants.  This  analysis  indicates  when  qualified  women  and 
minorities  apply  for  positions  they  are,  in  fact,  hired  in  equal  or  sometimes  higher  ratios  than  male 
applicants    See  internal  Applicant  Flow  graphic. 


MDT  makes  use  of  different  career  ladder  (cl)  policies  for  employee  advancement.  Specific  criteria 
must  be  completed  in  each  cl  in  order  for  the  employee  to  advance. 
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The  external  applicant  flow  analysis  indicates  342  males  applied  for  positions  compared  to  114 
females.  Overall,  1 1  %  of  the  female  applicants  were  hired  and  1 1  %  of  the  male  applicants  were 
hired.  Females  who  were  not  hired,  generally  failed  at  the  minimum  qualifications  stage.  Adverse 
impact  analysis  indicated  minimum  qualifications  were  job  related  No  members  of  other  minority 
groups  applied  for  permanent  positions  dunng  1997.  This  calendar  year,  8%  Native  American 
applicants  were  hired.  See  next  page  for  statistical  analysis. 

Adverse  impact  analysis  of  the  positions  for  which  Native  Americans  applied  indicated  the  following: 

Professional  Category  --  5  applicants  applied  for  four  of  the  15  different  positions  posted 

-  1  failed  minimum  qualifications 

-  1  submitted  an  incomplete  application 

-  1  failed  the  wntten  test 

-  1  declined  position 
-all  selection  criteria  were  job  related 

Technician  Category  --  5  applicants  applied  for  4  of  the  15  different  positions  posted 
1  incomplete  application 

-  3  failed  written  test 

1  scored  in  second  place  behind  a  disabled  wm 

written  tests  were  found  to  be  job  related  and  did  not  include  questions  which 
may  have  an  adverse  impact  on  Native  Americans. 

Protective  Services  -  -4  applicants  applied  for  1  of  2  different  positions  posted 

-  3  failed  the  reading  and  comprehension  test 

-  1  failed  to  show  up  for  the  test 

the  reading  and  comprehension  test  is  job  related  and  a  critical  element  of  the 
functions  of  this  law  enforcement  position. 

Skilled  Craft  -  Ten  applicants  applied  for  15  positions. 

-  3  incomplete  applications 

-  2  failed  minimum  qualifications 
4  failed  written  test 

-  review  of  written  tests  indicated  no  adverse  impact 
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uring  the  past  two  years,  efforts  by  Missoula,  Billings.  Butte  and  Glendive  District  Personnel 
pecialists  (DPS  )have  substantially  increased  the  numbers  of  minority  and/or  female  persons 
mployed  in  the  temporary  workforce,  particularly  in  the  non-traditional  or  blue  collar  trades  Past 
research  indicates  that  80%  to  85%  of  our  permanent  workers  come  from  the  temporary  workforce. 
It  IS  reasonable  to  assume  that  as  more  of  the  protected  groups  become  employed  in  a  temporary 
capacity  we  will  continue  to  see  more  of  them  moving  into  the  permanent  positions. 


CRB  personnel,  the  DPS  and  District  Centralized  Services  Supervisors  (DCSS)  routinely  meet  with 
identified  minority  and  female  referral  sources.  The  purpose  of  these  meetings  is  broad  and  ranges 
from  recruitment  purposes  to  providing  educational  programs. 

MDT  participated  in  career  fairs  at  the  four  tribal  colleges  who  sponsored  them  and  also  at  the  two 
major  Montana  universities  and  their  affiliates.  A  number  of  MDT  employees  visited  with  and  provided 
demonstrations  for  various  elementary,  middle,  and  high  school  classes.  Job  shadowing  occurred  in 
all  five  Distncts  and  Headquarters.  Sun/ey  equipment  has  been  transferred  to  the  CRB  and  is  available 
to  be  loaned  to  tribal  colleges  or  other  organizations  who  wish  to  provide  surveying  training  to  their 
clients.  The  Blackfeet  Tribal  College  provided  survey  training  to  20  persons  using  this  equipment. 

Despite  significant  recruitment  efforts,  it  continues  to  be  difficult  to  obtain  minohty  and  female 
applicants  for  permanent  positions.  For  example,  there  are  thirteen  identified  minority/female  referral 
sources  in  the  Billings  District.  Both  the  Billings  Personnel  Specialist  (PS)  and  the  CRB  made  a 
concentrated  effort  to  assure  each  referral  source  received  individual  copies  of  posting  notices  along 
with  invitations  to  meet  with  their  clients  about  the  positions.  Additionally  the  PS  made  a  special  effort 
notify  them  at  least  two  months  in  advance  of  peak  hinng  times;  they  also  offered  instruction 
'egarding  the  application  process.  Only  one  application  was  received  from  the  1 3  sources.  The  Great 
Falls  Distnct  experienced  similar  frustrations.  This  issue  is  further  addressed  in  the  1 998  Action  Items. 


m 


Work  experience  opportunities  continue  to  be  a  very  gratifying  method  of  recruitment  for  MDT  MDT 
like  other  government  agencies  currently  has  a  "strapped"  budget  both  in  terms  of  dollars  and  FTEs. 
The  work  experience  program  allows  us  to  accomplish  tasks  we  wouldn't  ordinarily  be  able  to  complete 
while  providing  an  opportunity  for  disabled  persons  with  little  or  no  experience  to  gain  the  necessary 
skills  to  apply  for  both  permanent  and  temporary  positions  with  MDT  or  other  employers.  During  the 
past  year  we  have  hired  a  disabled  Designer  in  a  permanent  position  and  another  disabled  Designer 
in  a  temporary  position.  Both  individuals  participated  in  work  experience  programs  with  us. 

2.  Progress  in  female  and  minority  hiring  goals 

Female  hihng  goals  were  accomplished  or  exceeded  in  all  but  one  category.  All  six  females  hired  in 
the  Professional  senes  were  employed  in  non-traditional  categories  -  Auditor,  Bike/Ped  Coordinator, 
and  four  Civil  Engineer  Specialists. 
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1                                PROGRESS  IN  FEMALE  HIRING  GOALS  JANUARY  1,  1997                                  L 
^                                                             THRU  DECEMBER  31,  1997                                                               | 

EEO  4  CATEGORY 

TOTAL 

FEMALES 

1996 

TOTAL 

FEMALES 

1997 

TOTAL  NO 

NEW  HIRE 

EMPLOYEES 

FEMALE 
HIRING 
GOALS 

TOTAL  NO. 

FEMALE 
NEW  HIRES 

ACCOMPLISHED 

OFFICIALS/ADMINISTRATORS 

1 

2 

0 

1 

0 

NO 

PROFESSIONALS 

91 

89 

15 

0 

6 

YES 

TECHNICIANS 

139 

138 

15 

8 

4 

NO 

PROTECTIVE  SERVICES 

13 

12 

2 

1 

1 

YES 

CLERICAL 

44 

44 

0 

0 

0 

N/A 

SKILLED  CRAFT 

13 

16 

15 

1 

0 

NO 

SERVICE/MAINTENANCE 

4 

6 

2 

1 

1 

YES 

2. 


The  total  number  of  new  hires  does  not  include  persons  who  were  currently  employed  and 
transferred  to  other  positions  within  MDT. 

Employee  selections  are  subject  to  bargaining  agreements,  Montana  Veterans'  Preference  Act 
and  Montana  House  Bill  522  (RIP). 


Meeting  minority  hiring  goals  continues  to  be  difficult.  Montana  has  a  very  low  minority  population. 
MDT's  minority  employment  statistics  show  some  small  improvement  during  the  past  ten  years.  The 
Glendive  District  has  reached  parity  with  Native  American  employment  in  the  Skilled  Craft  and  Service 
Maintenance  categones.  As  in  the  case  of  the  females,  we  are  beginning  to  see  a  trend  indicating 
]Tiore  minorities,  particularly  Native  Americans,  being  hired  as  temporary  employees.  This  increase 

hould  begin  to  be  seen  in  the  permanent  statistical  data  as  they  move  from  the  temporary  ranks  to 

he  permanent  workforce. 


PROGRESS  IN  MINORITY  HIRING  GOALS  JANUARY  1,  1997                                  b 
THRU  DECEMBER  31,  1997                                                                 | 

EEO  4  CATEGORY 

TOTAL 

MINORITY 

1996 

TOTAL 
MINORITY 

1997 

TOTAL  NO 

NEW  HIRE 

EMPLOYEES 

MINORITY 
HIRING 
GOALS 

TOTAL  NO 
MINORITY 
NEW  HIRES 

ACCOMPLISHED 

OFFICIALS/ADMINISTRATORS 

0 

0 

0 

0 

0 

N/A 

PROFESSIONALS 

14 

12 

15 

0 

1 

YES 

TECHNICIANS 

28 

28 

15 

3 

0 

NO 

PROTECTIVE  SERVICES 

5 

5 

2 

1 

0 

NO 

CLERICAL 

4 

3 

0 

1 

0 

NO 

SKILLED  CRAFT 

43 

45 

15 

0 

1 

YES 

SERVICE/MAINTENANCE 

1 

1 

2 

3 

0 

NO 

The  total  number  of  new  hires  does  not  include  persons  who  were  currently  employed  and 
transferred  to  other  positions  within  MDT. 

The  1 996  minonty  column  includes  4  females  in  Professionals,  7  females  in  Technicians,  1  female 
in  Protective  Services,  2  female  in  Clerical  and  3  female  in  Skilled  Craft. 

Employee  selections  are  subject  to  bargaining  agreements,  Montana  Veterans'  Preference  Act, 
Montana  House  Bill  522  (RIP). 
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EPARATION  REPORT 


MDT  implemented  an  exit  interview  program  on  a  trial  basis  this  year.  Beginning  mid-year,  the  Civil  Rights 
Bureau  sent  out  exit  interview  forms  to  employees.  The  forms  were  sent  out  within  ten  days  after 
employees  terminated.  It  was  our  hope  that  these  former  employees  would  provide  information  regarding 
their  employment  with  MDT.  There  was  only  a  26%  return  on  the  forms  and  all  but  one  was  positive.  The 
circumstances  descnbed  in  the  one  negative  report  were  investigated.  The  CRB  determined  that  the 
issues  raised  were  not  of  a  civil  rights  nature. 
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J-RAINING  REPORT 

last  year's  affirmative  action  plan,  we  indicated  the  training  report  may  not  be  available  In  future 
years.  The  system  the  data  was  pulled  from  is  extremely  antiquated  and  no  longer  provides  accurate 
information.  The  State  of  Montana  has  recently  entered  into  a  contracted  project  called  MTPRRIME. 
This  project  will  provide  state  of  the  art  statistical  reports  for  civil  rights  tracking,  personnel  tracking, 
accounting  and  budgeting.  It  is  expected  MTPRRIME  will  begin  trial  applications  of  vanous  data  and 
reports  in  1998.  It  will  be  on-line  for  full  statewide  usage  in  the  spring  of  1999. 

Monitonng  and  tracking  training  data  for  1200+  permanent  and  temporary  employees  is  an  extremely 
complex  issue.  Histoncally,  MDT  has  not  experienced  any  allegation  of  adverse  impact  in  providing 
training  to  our  employees.  For  that  reason  we  do  not  plan  to  develop  an  interim  training  report  to  cover 
1998  and  early  1999  time  frame. 

3  Action  Items  Planned  for  Calendar  Year  1998 

Action  Item  98-1:    Adopt  a  School  on  the  Ft.  Peck  Reservation 

Background:  The  Brockton  School  is  a  kindergarten  through  grade  12  school  located  on  the  Ft. 
Peck  reservation.  This  school  has  extremely  limited  funding  .  Few  if  any  of  the  teachers  have 
computer  skills.  Only  one  or  two  classrooms  even  have  computers.  Mr  Bernard  Lambert  is  the  new 
principal  at  the  school.  Lambert  explained  to  MDT  officials  that  he  had  discovered  that  middle  school 
students  still  had  reading  and  wnting  difficulties;  he  indicated  that  math  and  science  were  almost  a 
foreign  language  at  his  school.  He  has  implemented  a  pilot  math  and  science  program  designed  to 
foster  an  interest  beginning  with  the  kindergarten  level  through  middle  school.  MDT's  goal  is  to 
provide  assistance  in  the  form  of  speakers,  tours  and  demonstrations  all  aimed  at  getting  the  students 
"iterested  in  math  and  science  as  a  college  and  perhaps  career  goal. 

"Action  to  be  taken: 

1 .  Work  with  the  pnncipal  to  identify  specific  areas  where  MDT  may  be  able  to  participate 
in  curriculum  enhancement. 

2.  Identity  locations  in  the  Disthct  which  could  be  used  as  tour  sites. 

3.  Identify  MDT  employees  willing  to  participate  as  speakers  orto  provide  demonstrations. 

Responsible  Officials:  Glendive  Disthct  Administrator 

Glendive  Disthct  Personnel  Specialist 

Glendive  Disthct  Centralized  Services  Supervisor 

Civil  Rights  Bureau  Chief 

Target  Date:  Ongoing  throughout  year 

Action  Item  98-2:        Determine  why  Great  Falls  and  Billings  Disthct  minohty/female  referral  sources 
do  not  respond  to  recruitment  efforts. 

Background:  As  descnbed  in  Section  2  of  this  report,  Great  Falls  and  Billings  Disthct  referral  sources 
appear  to  have  no  interest  in  responding  to  recruitment  efforts  made  both  by  the  CRB  and  the  DPS. 
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ction  to  be  Taken 

1. 


Personally  visit  with  each  referral  source  to  ascertain  whether  they  have  a  client  base 
that  IS  interested  in  MDT  employment. 

Try  to  obtain  information  from  each  referral  source  to  determine  what  we  can  do 
differently,  if  anything,  to  attract  qualified  referrals. 


Responsible  Official: 


Billings  District  Personnel  Specialist    Target  Date:  4/1/98 
Great  Falls  District  Personnel  Specialist    Target  Date:  8/1/98 
Civil  Rights  Bureau  Chief 


Action  Item:  98-3:    Analyze  occupational  statistical  data  to  determine  accuracy 

Background:  Statistical  data  relative  to  occupational  availability  of  minorities  and  females  appears 
to  be  excessively  high  in  the  Professional  and  Technician  Series. 

Action  to  be  taken:  Review  crosswalk  and  other  statistical  data  to  assure  previously  used  criteria  is 
correct.  Analyze  and  make  appropriate  recommendations  for  correction  as  necessary. 

Responsible  Official:     Civil  Rights  Bureau  Chief 

EEC  Compliance  Specialist 

Target  Date:     August  1998 


UNDER-REPRESENTATION  DATA 


1990  CENSUS  STATISTICAL  DATA 


ETHNICITY 

POPULATION 

PERCENTAGE 

White 

741,111 

91.8% 

Black 

2,381 

0.3% 

American  Indian,  Aleut, 
Eskimo 

47,679 

5.9% 

Asian 

4,259 

0.5% 

Hispanic 

12,174 

1.5% 

Percentages  have  been  rounded  to  nearest  hundredth. 


# 


According  to  1990  census  data,  minorities  comprise  8.2%  of  Montana's  population.  As  indicated 
previously,  our  largest  minority  group  is  Native  Amencan.  MDT's  current  employment  statistics  indicate 
that  2.3%  of  the  workforce  is  Native  American  and  1.3%  is  comprised  of  members  of  other  minority 
roups.  Assuming  the  availability  data  provided  by  the  Montana  Department  of  Administration  is 
curate,  some  under-representation  continues  to  exist  for  minority  group  persons. 
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1 

UNDER  REPRESENTATION  1997 

k 

AVAILABLE 

1 

WORKFORCE- 

UNDER 

NO   NEEDED             I 

OCCUPATIONAL  GROUP 

MDT  WORKFORCE 

1993  CENSUS  DATA 

REPRESENTATION 

FOR  PARITY              1 

TOTAL 

TOTAL 

TOTAL 

FEMALE 

MINORITY 

EMPLOYEES 

FEMALES 

MINORITY 

% 

% 

FEMALE 

MINORITY 

FEMALE 

MINORITY 

OFFICIALS/ADMIN 

18 

2 

0 

25,07% 

576% 

YES 

YES 

3 

1 

PROFESSIONAL 

428 

89 

12 

28,20% 

2,42% 

YES 

NO 

32 

4 

TECHNICIANS 

561 

138 

28 

35,85% 

5  49% 

YES 

YES 

84 

3 

PROTECTIVE  SERVICE 

79 

12 

5 

44,20% 

3  10% 

YES 

NO 

20 

0 

OFFICE/CLERICAL 

61 

44 

3 

5689% 

5  57% 

NO 

NO 

0 

1 

SKILL  CRAFT 

520 
1 

16 

45 

10  58% 

7  17% 

YES 

NO 

50 

0 

SERVICEWAINTENANCE 

L              "'' 

6 

1 

35  05% 

10  65% 

YES 

YES 

10 

2 

TOTAL 

1814 

308 

94 

1 

1 .     The  Minority  column  includes  4  females  in  Professional,  7  Females  in  Technicians,  1  Female  in  Protective 
Sen/ice,  3  Females  in  Clerical  and  3  Female  in  Skilled  Craft 


Despite  the  progress  made  in  the  last  ten  years  regarding  females,  significant  under-representation 
continues  to  exist  in  all  EEO  categohes.  As  indicated  earlier,  this  under-representation  is  based  on 
figures  provided  by  the  Montana  Department  of  Administration.  (See  Action  Item  98-3) 

although  the  following  hiring  goals  seems  to  be  minimal,  they  are  realistic  when  compared  to  the 

(vailability  of  hiring  opportunities  within  the  Department.  As  indicated  by  the  applicant  flow  analysis 

"statistics,  when  qualified  protected  group  persons  apply  for  positions,  they  are  generally  selected. 

MDT  plans  to  continue  working  with  tribal  colleges  and  participating  in  the  development  of  course 

curriculum  which  would  be  beneficial  to  both  the  students  and  ourselves. 


Five  Yea 

r  Goals 

EEO  4  Categories 

1998 

1999 

2000 

2001 

2002 

Al 

other 
Miin 

Wht 
Fern 

Al 

other 
Mm 

Non 
Fern 

Al 

other 
Mm 

Non 
Fern 

Al 

other 
Mm 

Non 
Fern 

Al 

Other 
Mm 

Non 
Fern 

Officials/Administrators 

M 

1 

F 
0 

M 

0 

F 
0 

1 

M 

1 

F 

0 

M 

0 

F 
0 

1 

M 

1 

F 
0 

M 

0 

F 
0 

1 

M 
1 

F 
0 

M 

0 

F 
0 

1 

M 
1 

F 
0 

M 
0 

F 
0 

1 

Professionals 

1 

1 

0 

0 

1 

1 

1 

0 

0 

4 

1 

0 

0 

0 

4 

0 

0 

0 

0 

0 

0 

0 

0 

0 

1 

Technicians 

2 

1 

0 

0 

6 

1 

1 

1 

1 

2 

1 

0 

0 

0 

2 

1 

2 

0 

0 

6 

2 

1 

0 

0 

5 

Protective  Services 

1 

1 

0 

0 

1 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

1 

0 

0 

2 

1 

0 

C 

1 

Paraprofessional 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

Office/Clerical 

0 

1 

0 

0 

0 

1 

0 

1 

0 

0 

1 

0 

0 

0 

0 

1 

0 

0 

0 

0 

1 

0 

1 

0 

Skilled  Craft 

0 

1 

1 

0 

3 

0 

1 

1 

0 

3 

1 

0 

0 

0 

1 

0 

0 

0 

0 

4 

0 

1 

1 

0 

3 

Service/Maintenance 

0 

1 

1 

0 

1 

0 

1 

1 

0 

1 

1 

0 

0 

0 

1 

1 

1 

0 

1 

1 

0 

1 

1 

0 

^. 

A  I  =  American  Indians 
Other  =  All  other  minorities 
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The  Montana  Department  of  Transportation  (MDT)  attempts  to  provide  accommodations  for  any  known 
disability  that  may  interfere  with  a  person  participating  in  any  service,  program  or  activity  of  the  department. 
Alternative  accessible  formats  of  this  document  will  be  provided  upon  request.  For  further  information, 
please  contact: 


Civil  Rights  Bureau 

Department  of  Transportation 

2701  Prospect  Ave. 

PO  Box  201 001 

Helena,  Mt  59620-1001 

(406)  444-6331  Phone 

(406)  444-7685  Fax 

(406)  444-7696  TTY 


copies  of  this  booklet  were  produced  at  an  estimated  cost  of  $.63  each,  for  a  total  of  $63.00. 


